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DREAM AND THOUGHT THE BUSINESS COMMUNITY, 1860-1900 


Edward Chase Kirkland* 


Ithaca: Cornell University Press, 1956. 175 pp. $3.00. 


Kirkland’s purpose this book has been acquire sense the 
corporate thought members the business community during the 
specified period: what they thought, thought they thought. 
this, has immersed himself available statements made busi- 
nessmen books, magazine articles, private correspondence, testimony 
before congressional and other committees, and statements made 
the press and periodicals directed toward the concerns the busi- 


ness world. 


has organized his material around six general topics and 
chapter devoted each. These include: (1) general social condi- 
tions and background thought, (2) homes built businessmen, 
(3) the public school, (4) the college, (5) government, (6) money 
and work. recreates the climate opinion with relation each 
subject, largely represented the thought the businessman, but 
also revealed the reactions and attitudes others toward the 


businessman. 


One the keys the thought businessmen was their belief 
natural law. Certain laws emerged universal and fundamental, 
such the law supply and demand. Gradually, about the mid- 
eighties, the theme natural law was excited into defense business 
against attack. The prevalent economic uncertainty challenged the 
business community bring disorder under control, rationalize the 


conduct business. 


Business leaders from San Francisco Bar Harbor lived lavish 
homes. Criticisms and explanations for the businessman’s need for 
the big house were numerous. Critics saw evil crushed 
although the wealthy could argue that the construction the big 


house employed labor. 


the area education, wide range thought existed. Busi- 
nessmen feared that education would lead the discontent workers. 
the same time, they could give affirmation the theory that edu- 
cated workers were more productive and efficient. They encouraged 
the development trade and technical schools with concrete, practical 
programs. They felt that the purpose education was develop 
character. Traditional advanced education delayed the start business 
life; taught what was useless and gave students bad habits and 


bad attitudes. 


The business community formulated its most massive indictment 
against government the score “government interference with 
the economy.” Government sought direct economic statute 


*Frank Munsey Professor History, Bowdoin College. 
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law rather than leaving them natural law. interfere thus was 
arbitrary, artificial and violent. 

his final chapter, Kirkland discusses businessmen’s attitudes 
towards work and the responsibility money. Businessmen did toil 
and toil hard. The sanctions for the gospel work were formidable. 
The energy, ability and thought the business community from 1860 
1900 are reason for the great material achievement America. 


Comment: The prevailing theory (or accusation) that America 
“business necessitates interest what businessmen think 
and thought or, Professor Kirkland’s words, “what they thought 
they thought.” All too often historians confuse the issue assuming 
that. businessmen are philosophers and sociologists whose utterances 
can interpreted part comprehensive, smoothly-articulated sys- 
tems thought. Professor Kirkland’s book avoids this pitfall, and con- 
sequently gains interest and significance. Altogether stimulating 
book which might, however, have devoted more attention the 
degree which pronouncements clothed the garments natural 
law were rationalizations specific grievances. Barry Supple, 
Lecturer Business History. 


THE EXECUTIVE LIFE the Editors Fortune* 


New York: Doubleday Company, Inc., 1956. 223 pp. $3.50. 


This informative report the editors Fortune what 
executives and why they it. Further, intended stimulate 
executives into thinking about their own experiences and broaden 
the ideas held those who have only recently started the manage- 
ment ladder. The details are drawn from the actual behavior real- 
life executives. 

Chapter titles suggest the various areas executive life probed 
the book. They include: Who Are the Executives?, How Execu- 
tives Get Jobs, How Hard Executives Work?, How Executives 
Crack Up, How Much Are Executives Worth?, How Treat Vice 
Presidents, How Executives Make Decisions, How Fire Executives, 
How Retire Executives, How Become Executive. Some 
these chapters appeared originally Fortune. 

Each chapter separate entity covering particular subject. 
For example, the chapter entitled “How Executives Get Jobs,” 
Perrin Styker analyzes the reasons why executive may wish 
change his position and some the procedures for doing so. sug- 
gests that, although executives today are more likely than ever 
looking for new jobs, their general ignorance job-getting techniques 
apparent the first step most them take. Usually executive 


*Perrin Styker, Herrymon Maurer, William Whyte, Jr., Richard Austin 
Smith, John McDonald. 
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MONEY AND MOTIVATION 


finds that his own social grapevine niggardly job source, 
management consultant. The few employment agency experts who 
specialize placing executives are listed. Suggestions are also given 
aid job-seeking executive undertaking his own sales campaign. 
executive jobless, there will easy solution. But for the 
manager who has job and yearns shift, the best solution for him 
his work well that the man hunters will come after him. 

The kinds information contained the book vary. purely 
descriptive chapter (Who Are the Executives? results study 
the background and characteristics the nine hundred top man- 
agers U.S. industry are given. interpretive chapter (How 
Executives Crack Up) offers explanation for executive breakdowns. 
William Whyte (How Hard Executives Work?) points some- 
what critical finger the existing picture men completely 
involved their work that they cannot distinguish between work and 
play. the final chapter, Perrin Styker offers advice how 
become executive. His conclusion that, man wants 
promoted, his clear course decide what wants do, what kind 
work really attracts him, and then give everything he’s got. 


William Foote Whyte* 
New York: Harper Brothers, 1955. 268 pp. $4.00. 


Whyte’s thesis that response incentives depends large 
measure the organizational context which they take place. His 
purpose develop theory which will tie together the economic 
incentive and the human relations pattern existing within plant. 

The first three parts the book are comprised case studies, 
some based upon personal experience, developed students Whyte. 
These students include Melville Dalton, Donald Roy, Leonard Sayles, 


Orvis Collins, Frank Miller and Fredrich Fuerstenberg. George 


Strauss’ study based notes from Alex Bavelas. The case studies 
begin examining the worker relation his own group and 
relation management. They then study intergroup rela- 
tions. the third part the authors turn consideration the 
plant whole, and finally some recent efforts establish 
incentive that pays off terms the performance the total organ- 
ization. Whyte has written the introduction and the concluding 
theoretical chapter. 

Part the piecework system examined terms the in- 
dividual worker. Rate setting, quota restriction and goldbricking are 
discussed. Incidents drawn from the experience Donald Roy show 
that the piecework system geared acquisitive, competitive, 
individualistic worker, and that fails recognize that most individ- 


*Professor Industrial Relations, New York State School Industrial 
and Labor Relations, Cornell University. 
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uals fit into some group that has real meaning for them and real 
influence upon their behavior. The response economic symbols 


learned response and cannot separated from other aspects the 
individual’s personal and social development. 


Several cases involving the relationship between groups fac- 
tory are presented Part II. They include one study which various 
groups worked together evade management rules, and study 
which one group’s problem was too well solved management. The 
conclusion reached that the factory social system made 
mutually dependent parts. Management must ready examine 
behavior terms the sets human relations experienced the 
behaving individuals. must look beyond economic noneconomic 
motivations. 

Next the authors look incentives the broad, plant-wide con- 
text (Part III). The Inland Steel Container Company case reveals 
that changes human relations led workers react way that 
resulted rise productivity. Another comparison two plants 
reveals that there change human relations, there 
response plant-wide incentive. Another case study describes work 
the Toronto factory Lever Brothers. Finally, extensive section 
devoted description and evaluation the Scanlan Plan (the 
Incentive Bonus Plan). 

Part offers theoretical review the evidence and state- 
ment the main outlines the pattern which emerges out the 
studies that have been made. Whyte shows that motivation can 
achieved only when the incentive formula backed pattern 
interaction that involves the individual and his work group the 
goals the whole organization. concludes with the suggestion that 
management should develop planned program meet the expected 
behavior people response incentive systems. 


Comment: This probably the first book the literature financial 
incentives which merits mention The Executive. might ex- 
pected, not technical treatise the engineering and economic 
aspects incentives, but searching analysis all the assumptions 
the management rationale financial motivation. 

The difficulties administering financial incentives are not new. 
Most managements have typically countered the difficulties by: (1) Re- 
fining time study techniques rewriting the rules governing the incen- 
tive plan, (2) Devising new types group incentives plantwide 
profit-sharing which spur productivity but avoid the conflicts created 
individual incentives, (3) Effecting changes the worker-manage- 
ment and the union-management relationships. Unhappily, most 
their energies have been expended the first course action, which 
Mr. Whyte’s opinion the least likely produce favorable results. 
While seeing some promise for the second approach, the authors are 
most optimistic efforts aimed improving human relationships. 
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This book not for against financial incentives. Its message 
that management can improve its administration such plans. 
Edward Wrapp, Associate Professor Business Administration. 


THE ORGANIZATION MAN William Whyte, Jr.* 
New York: Simon and Schuster, Inc., 1956. 429 pp. $5.00. 


The organization man seeks redefinition his place earth, 
faith that will satisfy him that what must endure has deeper 
meaning than appears the surface. Slowly, body thought has 
been coalescing that does just that. The Social Ethic, Whyte calls 
it, the contemporary body thought which makes morally legiti- 
mate the pressures society against the individual. essence, says 
that individual man isolated, meaningless; only collaborates 
with others does become worthwhile. sublimating himself the 
group, helps produce whole that greater than the sum its 
parts. What think are conflicts are actually misunderstandings 
breakdowns communication. The methods science can eliminate 
these obstacles consensus and create equilibrium which 
society’s needs and the needs the individual are the same. 

The growth this ideology and its practical effects the thread 
that Whyte follows this book. draws upon wide variety 
sources: personal experience, independent research, advertising, cur- 
rent publications, interviews and others. His purpose show that 
although need cooperate with the organization, need even 
more know how resist it. The denial that there should 
conflict between the individual and the organization wrong. 

Whyte begins carrying the basic propositions the organiza- 
tion man their ultimate implications. The ideal society becomes 
one which unified and purged conflict. And the ideal organiza- 
tion man the apotheosis the well-rounded man, obtrusive 
particular, excessive zeal. the man the middle; the man 
with ideals threat. 

The author then considers the impact this ideology the 
many sub-branches American organization life. picks the 
organization man college and follows him through his initial indoc- 
trination organization life. Next turns the research laboratory 
and economic life and argues that the inclination the cooperative 
ideal has just much importance these areas. illustrate further 
the universality the social ethic, moves consider its expres- 
sion popular fiction. Finally, order get preview the direc- 
tion the social ethic likely take the future, observes the new 
suburbia, the packaged villages that have become the dormitory the 
new generation organization men. 

The social ethic penetrates into every area, from the school where 
personal-social development has primacy over intellectual develop- 


*Assistant Managing Editor Fortune, author Anybody Listening? 


ment, the suburban home where individuals are imprisoned 
brotherhood, the work situation where the ideal the practical, 
team-playing fellow. Toqueville’s prophecy that the American 
genius will destroyed intensifying the social virtues the expense 
others, creating tyranny the majority, coming true. can 
stopped. With wisdom and foresight the organization man can turn 
the future away from the dehumanized collective that haunts our 
thoughts. must fight the organization. offers peace mind 
which means surrender. There always and always must conflict 
between man and society. 


Comment: its haste, oversimplification, and emotional interpreta- 
tions, this book overlong chapter the opinionated sociology 
our time. But its subject the interrelation individuals and organ- 
ization great importance business leaders. Whyte’s treatment 
will give every executive detailed opportunity check the climate 
his own corporation and reassess permanent dilemma human 
Kenneth Andrews, Associate Professor Business Ad- 
ministration. 


THE PATTERN MANAGEMENT Lyndall Urwick* 
Minneapolis: University Minnesota Press, 1956. 100 pp. $2.50. 


new branch knowledge has emerge, usually de- 
scribed management scientific management, which the answer 
the problem persuading human beings accept the social 
changes demanded our technological revolution. This book offers 
examination the functions and characteristics scientific man- 
agement. 

group engineers the U.S. laid the foundations for man- 
agement movement which has now made impression virtually 
the whole industrialized world. Scientific management attempt 
deal with business questions the temper and spirit the scientist 
using the tools definition, analysis, measurement, experiment and 
proof. Many difficulties have been encountered applying this essen- 
tially simple idea, largely due the persistence attitudes and emo- 
tions that belong prescientific age. Nevertheless, the answer 
today’s problem. Those trained attain complete objec- 
tivity possible man who is, definition, imperfect. They seek 
the truth. 

One the crying needs our time bring academic people 
teachers and scientific workers more closely touch with busi- 
nessmen who are doing the practical work the world. Those who 
work educational institutions have the double responsibility 
presenting their findings they make sense the unspecialized mind 
and being sure that they are not tempted put forward conclusions 


*Chairman Directors Urwick, Orr and Partners, Ltd. 
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that others will accept with more assurance than they can entertain 
themselves. Educators must particularly aware the way which 
the mind the practical man works: his tendency react terms 
individuals, his vision situations dynamic rather than static, 
and his ability focus the whole time-scale rather than 
particular moment process. The integration theory and practice 
vital importance students management. 

Chapters Three through Five, Urwick deals specifically with 
management patterns. The main aspects management knowledge 
are shown be: (1) the science the task, (2) the adjustment 
the individual the task, (3) grouping and correlation tasks, 
(4) directing and motivating groups. The structure these aspects 
diagramed four-sided pyramid and relationships are shown. Much 
the most important change which has taken place management 
the past two decades focuses thinking terms individual men 
and women rather than terms inanimate materials and forces. 

While the relative weight and importance the functions and 
principles may vary, the general pattern the same whether for gov- 
ernment for business management. Thus the outline this general 
pattern functions shown figure entitled Govern- 
ment” and thorough explanation given. Finally, “Pattern 
Principles” includes logical scheme all the principles manage- 
ment enunciated any recognized authority known the author. 
These principles summarize the main headings knowledge date 
group mechanics and group dynamics. 


POWER AND MORALITY BUSINESS SOCIETY 


Sylvia and Benjamin Selekman* 
New York: McGraw-Hill Book Co., 1956. 192 pp. $5.00. 


America have achieved position power beyond any- 
thing ever realized before any other nation. And yet are baffled, 
beset fears, unable state where want go. the basis 
this dilemma moral question. The age-old conflict between good 
and evil has emerged portentous modern shape. Power pricks the 
conscience moral responsibility. are immersed the basic, 
pervasive conflict between technical “must” and ethical “ought.” 

The authors examine this dilemma. They begin with explora- 
tion the four main categories power scientific, economic, 
political and moral. They show that science, itself, amoral. 
becomes moral only when the questions the directions scientific 
research and the use results are introduced. Businessmen, unlike 
scientists, cannot escape moral responsibility, since they confront 
human applications every decision. However, business need not act 

Selekman was Fellow, Social Science Research Council (De- 


ceased); Selekman Kirstein Professor Labor Relations, Graduate 
School Administration, Harvard University. 
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like social institution since management’s first responsibility must 
always maintain the good economic health the enterprise. 
the other hand, government, the exerciser political power, 
deeply involved morality since its whole purpose the protection 
and welfare its citizens. Finally, morality the form conscience 
the most compelling all powers the individual who wields 
power. 

Part the Selekmans consider ways which the beneficent 
uses power may achieved, how power may tamed through the 
action people within the bounds orderly society. One way lies 
the use reason. Reason science serves make discovery and 
invention more fruitful. has helped enlarge the power industry 
and has led the development new scientific approaches the 
problem understanding and integrating nonlogical human behavior 
into the production system. government has led the develop- 
ment constitutionalism, which rational procedure for tempering 
the power interest blocks and economic groups. And the area 
morality, reason and ethics hand hand. 

The second way which the beneficent use power may 
achieved through human association. Man emotional well 
rational; natural for him form groups. This gregarious drive 
universal and innate, causing man everywhere associate with his 
fellows pursuit his essential purposes. The Selekmans analyze 
three major developments which relate this drive. The first the 
spontaneous small group men and women; the second “bigness” 
and involves evaluation the forces generating large-scale enter- 
prise. Third, the multiplication and expansion interest organizations 
examined. 

The activity through which these two objectives are realized the 
negotiating process. This the prime force communication among 
men who perform the daily tasks living and working industrial 
democracy. With its give-and-take and times even compromise, 
with its obeisance economic, political and moral values, turns out 
the democratic way free men. 

The book concludes with chapter which the authors show 
that power asset, prerequisite for effective leadership. 
negotiating atmosphere, reason, logic, emotion and power are all 
invoked bring about the best possible outcome. 


Comment: this book the authors have vividly depicted the policy 
making processes the American economy showing how 
self-centered group interests are subjected moral influences through 
the taming forces reason and counterpower. They explain that these 
taming forces come into play largely through the negotiation process 
process which serves both stabilizer and director power. 
Through effective negotiation the conflicting power self-centered 
groups tends transformed into creative force with moral tone, 
that serves the general good. 


- 
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This book not only stimulating essay power and morality 
our business society but excellent exposé American capitalism 
subject which misunderstood around the world. John 
Davis, Director the Program Agriculture and Business. 


THE THREE-DIMENSIONAL MAN Sullivan* 
New York: Kennedy Sons, 1956. 297 pp. $4.00. 


Mere physical survival moral significance unless there 
spiritual sustenance, food for the soul aesthetic well 
sense. loss when men with the capacity for appreciation art, 
literature and the theater starve self-imposed vacuum. The spirit 
the purpose this book offer intellectual, cultural and spiritual 
nourishment contemporary man. 


Sullivan businessman who has achieved the richness 
spirit desires for others. Thus not only presents his ideal for the 
three-dimensional man our “huge, flabby torso” society, but 
also lets see cultivated mind action. draws upon 
history, economics, philosophy, religion, education, and politics 
clarify his points and suggest ways which businessmen may ap- 
proach life enjoy deeper perspective. The spiritual note insistent 
throughout; Sullivan’s ideas, opinions and aspirations are anchored 
Christian tradition and positive philosophy that admires the 
Hellenic ideal beauty and the prophetic wisdom the Old Testa- 
ment. 


The book comprised series informal essays which cover 
such topics the value words communication, reading the 
author has enjoyed, lyric poetry, equality democracy, uses 


leisure, philosophies living, minority groups, and order the 
universe. 


The key Sullivan’s thought that the three-dimensional man 
the enriched man, capable love, understanding, generosity and 
compassion, possessing intellectual and cultural reserve upon which 
may draw any time. Further, exists the spiritual realm 
meaning and thus can speak understanding the beauties and com- 
pensations the natural world. When the man Main Street can 
lift his sights toward cultural and spiritual horizons avidly 
reaches for the material, America will have achieved the true goal 


manifest destiny, long obscured the dust and noise the market 
place. 


*Director Public Relations and Advertising for Dun Bradstreet, Editor 
Dun’s Review and Modern Industry, author eleven books poetry in- 
cluding Psalms the Prodigal. 
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LIBERAL EDUCATION INDUSTRIAL SOCIETY 
(Public Affairs Pamphlet, No. 248) David Shepard* 


New York: Public Affairs Committee, Inc., April 1957. pp. $0.25. 


becoming increasingly clear that industry has urgent need 
men with broad educational backgrounds help solve the prob- 
lems that its very success the application technology has created. 
and large these are human problems, problems that call for under- 
standing individuals, for philosophical and diplomatic skills, for skills 
grasping and communicating ideas, and, above all, problems that 
call for perspective. 


The liberal arts graduate qualified contribute number 
areas. The man who deeply grounded the humanities should 
well prepared work out sound employment philosophy and pro- 
gram. His well-developed skills oral and written expression should 
help him communicate the views industry customers, stock- 
holders, members the community and the government. Above all, 
the well-developed moral and ethical sense which liberal education 
should impart needed more than any other trait. 


Granted that our industrial society sets store the liberal arts 
graduate, what precisely industry doing for him? Evidence shows 
that industry employing and training high percentage liberal 
arts graduates. Further, non-technically trained people have real 
opportunity rise executive positions industry. Most companies 
today have organized training programs which seek give future 
executive broad understanding possible industry’s place 
our society. Nor opportunity limited men; many women with 
liberal arts degrees have risen positions considerable responsibility 
industry. 


recent years, with the growing recognition the liberal arts 
student the industrial society, there has come gradually deepening 
understanding between the broad areas education and industry 
America. This has come about because industry and the educational 
institutions are dependent upon one another. Industry has been assum- 
ing constantly greater responsibility the area financial aid 
education; currently the amount given over $100,000,000. 


Further, both business and education are taking steps gain 
better understanding one another. Many companies sponsor annual 
conferences which they invite educators. recent years industry 
has opened its doors wide the world education. Relations will 
improved when there corresponding flow the other direction. 


member the Board Directors, Standard Oil Company (New Jer- 
sey), and trustee the Massachusetts Institute Technology. 
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SPECIFIC NEEDS FOR LEADERSHIP MANAGEMENT 


Gilbert Chapman* 


Amherst, Mass.: Humanities Center for Liberal Education In- 
dustrial Society, 1957. 


The future security this country and the world rests upon the 
ability our educational system develop the highly educated man, 
the man well-balanced maturity. Foremost among the groups inter- 
ested our present educational needs American industry. This 
pamphlet presents some major areas industry’s dependence upon 
education. 

First, our country continue grow and prosper, there 
must constant exchange between the educator and the industrial- 
ist. Whether the entire noncommunist world will live die, depends 
upon the success failure American capitalism. Each day execu- 
tives make decisions, project plans and weigh problems which reach 
beyond immediate corporate goals. meet the challenge this re- 
sponsibility requires cultivation mind and outlook that must come 
from education. 

This requirement not met the man who brings top man- 
agement only his specialty. Daily problems call for broad general 
knowledge, open-mindedness, understanding human nature, 
insight into human frailties, fairness mind and clarity thought. 
need people who can understand the responsibilities American 
industry and the influences which radiate from it. The preparation 
for this type leadership must given education. 

Education must also train minds think organized fashion. 
The corporation can teach the facts credit finance, but cannot 
teach the ability think clearly and systematically, make decisions 
involving almost limitless number considerations. 

Further, the ability write important the ability read; 
success and profit often depend upon communication. Without this 
ability the young man not prospect for executive responsibility. 
Another requirement understanding other people. Corporate 
responsibilities are most often met and carried out group relation- 
ships. These abilities are cultivated exposure the humanities. 

Education and only education can start the process help the 
individual achieve these aims. Unless our education directed the 
enrichment our capacities think and react thought, live 
spiritual values, have understanding and tolerance, comprehend 
ideas, have sense God’s presence, will fail providing our 
leaders and fail our time danger. 

*President, the Yale Towne Manufacturing Company. Seminar talk given 
New York City January 17, 1957, sponsored Goddard College, Plain- 
field, Vermont. 

this pamphlet may secured from: The Humanities Center 


for Liberal Education Industrial Society, University Massachusetts, 
Box 472, Amherst, Massachusetts. 
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BASIC PSYCHOLOGICAL FACTORS COMMUNICATION Higham* 


Occupational Psychology, Vol. 31, No. January 1957, pp. 1-10. 


study communication could well begin with the problem 
the reception information: that process which perceive what 
said against background who says it. here that the work 
animal psychologists and the many experimental studies percep- 
tion can help. These studies make clear that, ensure good re- 
ception, the right atmosphere must created atmosphere 
trust and confidence. 

“The past the worker’s mind” strong factor his reactions. 
The pathetic notion that communications can improved giving 
more and better information should allowed die natural death. 
You will not get any reception you are not trusted; but relations 
are good, there good chance that what you say will received. 
Studies Asch and the Acton Society Trust confirm this point. 

Yet even where trust exists, the tendency people come 
interview with perconceived notions still prevalent. Thus would 
well advised study the basic mental processes that underlie much 
human behavior. 

Further problems arise. Even people are disposed listen, 
still need know whether what say will understood, and so, 
whether will recalled repeated accurately later. Comprehen- 
sion and recall have been studied fully recent years. Bartlett has 
shown that the new can assimilated the old only can link 
what say what our listeners already know. Further, the interest 
the subject matter and intelligence are factors understanding. 
B.B.C. Audience Research Department studies revealed that the factor 
interestingness was more important for intelligibility than any factor 
style, language delivery. study rumor the author showed 
the importance personal interest. The area recall closely re- 
lated understanding. Another B.B.C. experiment showed the impor- 
tance such devices illustrations and dramatizations. 

There needs some degree warmth personal relation- 
ship for real communication exist. Thus successful communication 
will come about careful placement key men, men who command 
trust and respect. 


*Chief Industrial Psychologist, Rowntree Co. Ltd., York. paper read 
Twelfth Congress Applied Psychology, London, July 


THE BUSINESSMAN AND PUBLIC SERVICE David Ashtont 


Boston University Business Review, Vol. No. Fall 1956, pp. 7-10. 


Many business professional men would like perform some 
governmental public service. They seek outlet for their sense 


civic responsibility and their belief that government can improved 
occasional interjection the business point view. Those who 
find national government very remote can look for opportunities 
their own local governments. 

cities, municipal functions are almost entirely planned and 
performed professionals. This not true the suburbs, where 
young executives and professionals are taking keen interest local 
conditions. Nor true many residential suburbs which are or- 
ganized Towns with the Town Meeting their basic legislative 
unit. Volunteer public service the backbone any Town’s policy- 
making group. Many committees need the services men and women 
who understand budgeting, finance, business, management, accounting 
and statistical science. 

When asked run for office serve board, the business 
professional man often doubts his competence serve because his 
lack familiarity with the administration municipal affairs. Actu- 
ally this rarely handicap; his talents are needed the policy- 
making field. 

word caution order. frequently happens that busi- 
ness professional man agrees serve but when asked participate 
fact that the business executive who offers his services for part-time 
elective office must conduct spirited, imaginative and time-consuming 
campaign going perform the public service which 
undertaking through sense duty. 

The finding time serve real problem. Also the public 
servant can expect cynical criticism and ridicule. the other hand, 
the satisfactions job well done are great. Were not for the self- 
less devotion their communities thousands private citizens, 
political conditions suburban towns would descend the level 
our most corrupt cities. 


Professor Economics, College Business Administration, Bos- 
ton University. 


THE CARE AND FEEDING THE JUNIOR EXECUTIVE and GROOMING 


MIDDLE MANAGERS 
Steel, Vol. 140, No. pp. 93-100 and No. 11, pp. 93-100. 


Management will your only exclusive resource the planned 
expansion period ahead. The challenge clear. You’ll have develop 
your own managers tomorrow. 

These two articles are guides the development the junior 
executive and the middle manager. Each article contains lists, plans, 
procedures and ideas for setting program, following through, 
and evaluating it. 
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Personal copies these Program for Management articles are 
available until the supply exhausted. Write Editorial Service, Steel, 
Penton Building, Cleveland 13, Ohio. 


EXECUTIVE COMMUNICATION: BREAKING THE SEMANTIC BARRIER 


Stuart Chase* 
The Management Review, Vol. 46, No. April 1957, pp. 58-66. 


There close relationship between communication and the 
lively young science semantics. Executives interested communica- 
tion can take advantage this new tool. 

Semantics has been defined “the systematic study meaning.” 
deals mostly with words, but may include other methods signaling 
such gestures, facial expressions, signs and symbols. The goal 
semantics better understanding inside our heads what goes 
outside them, and consequently better adjustment our environ- 
ment. interpret messages from the outside world incorrectly, 
are trouble. Semantics can help clarify meanings. 

Perhaps the major principle semantics stop, look and 
listen when message comes and not let trigger off emotional 
response. Equally important the proper sending messages; words 
must correspond well enough the past experience the hearer for 
him understand what you say. 

Out more than dozen roadblocks communication, the six 
most common are: 

The confusion words with things. tend assume that 
behind every word must stand physical thing which the word 
refers. However, words are not things. “Unemployment” word 
our heads with precise referent out there the world space 
and time. 

The careless use abstract words. Everyone interested 
international affairs talking about “aggression.” Yet committee 
the United Nations after two years intensive study has been un- 
able define the term. Abstract terms are necessary but should 
aware their limitations. 

The confusion facts with personal opinions. The correct 
way get the truth event gather the relevant facts, then 
draw logical deductions. Finally, the occasion warrants, deliver your 
personal opinions. 

Judging people and events terms black white. The 
vast majority our big social, political and economic problems are 
many-sided, not just two-sided. For example, employee takes the 
position that unions are bad, period, inviting unnecessary trouble. 

False identity based words. “Things equal the same thing 

social scientist, author The Economy Abundance (1934), The 


Tyranny Words (1938), Power Words (1954), and Guides Straight 
Thinking (1956). 
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are equal each other” may true words syllogism, but not 
necessarily the situation. With this monstrous logic possible 
prove anybody guilty anything. 

Gobbledegook. This semantic block the clouding meaning 
fancy words. Any big office likely come down with severe 
attack. 


EXECUTIVES AND SUPERVISORS: CONTRASTING DEFINITIONS CAREER 


SUCCESS Roland Pellegrin and Charles Coates* 
Administrative Science Quarterly, Vol. No. March 1957, pp. 


506-517. 


This paper identifies and analyzes the different definitions ca- 
reer success held top-level executives and first-line supervisors. The 
purpose the study show that definitions success disclose 

levels aspiration which affect person’s behavior job and de- 
termine his career pattern. 

During 1954 and 1955, confidential personal interviews were held 
with fifty top-level executives and fifty first-line supervisors in- 
dustrial, business, governmental and educational environments 
southern industrial city. The two groups were matched according 
age, type organization and length occupational history (all 
were well advanced their careers). Several characteristics the 

two groups are significant: (1) Their social origins and personal back- 
grounds were different. (2) The majority both groups had advanced 
during their careers. (3) There were wide variations educational 
attainment, and (4) patterns social and civic participation. Stand- 
ardized interviews ranged from two five hours. 
Results show that executive conceptions career success con- 
centrate upon obtaining pride personal achievement and securing 
the esteem others. Only achieving high position and exhibiting 
outstanding ability can the typical executive show that has obtained 
these goals. The job itself the very core the executive’s life. 
The typical supervisor, conversely, defines success largely terms 
happiness and security the job and being respected worker, 
family man and citizen. not emotionally involved his job 
career the executive. 

The executive, typically middle-class origins, maintains high 
level aspiration and continually sets higher goals for himself 
moves upward the occupational hierarchy. Conversely, the super- 
visor, usually working-class origins, does not establish successively 
higher goals once has obtained his limited ambitions. Whatever 
higher ambitions may have held earlier tend transferred 
his children. 

*R. Pellegrin Associate Professor Sociology Louisiana State Uni- 


versity; Coates Assistant Dean the College Military Science and 
Assistant Professor Sociology the University Maryland. 


probable that definitions success held executives and 
supervisors lead behavior the job which affects mobility achieve- 
ment. The supervisor, beginning his career wage worker, may 
not display characteristics which would lead his superiors consider 
him eligible for promotion. the other hand, the executive 
climbs the ladder higher positions, internalizes higher goals which 


stimulate him display characteristics regarded vital for the top- 
level executive. 


FAITH CREATIVE SOCIETY Abram Collier* 


Harvard Business Review, Vol. 35, No. May-June 1957, pp. 35-41. 


America today, personal discontent pervades our material 
abundance. practicing executives cannot avoid asking ourselves 
some broad and difficult questions: What really working for? 
Where really seek go? How really expect get there? 

Three purposes objectives for our work are currently receiving 
considerable attention. The first the achievement security. The 
task the producing arm our society insure our security and 
our survival nation. This necessary aim; security means 

The failure security satisfactory goal leads look 
freedom its apparent alternative. Yet freedom, like security, not 
objective but method; only one way putting organiza- 
tion society together its members can accomplish their individual 
objectives. third answer seems more satisfying. the building 
creativeness creatureliness which the essence America’s aim 
and genius. The “creator” part our make-up must find expression 
are move the direction personal fulfillment. 

What need build into business organization meet 
this human need? Three conditions appear essential the creative 
élan: spirit liberty, capacity for detachment and faith. the 
spirit liberty mean the special kind freedom that makes 
possible think and say the things that seem important; not 
freedom from restraint but rather freedom for fulfillment. Detachment 
and reason are needed for sober appraisal the light day. must 
ready face facts, follow truth wherever may lead. Third, 
creative accomplishment can achieved without the confidence 
that comes from faith, confidence that life has meaning and purpose 
and that what man does here earth has some significance 
terms that transcend his individual life. Understanding this sense 
similar understanding God’s will; for while God’s will may 
obscure, must confident that exists and that are fulfilling 


*Vice President, John Hancock Mutual Life Insurance Company. 
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How can implement these views practice? There can 
set formula but there common bond which holds together the 
specific principles. This binding element the paradox that every 
principle has opposing equally valid principle. the context 
this discussion, the contrasting principle with liberty the necessity 
for order and control. Liberty, which times must lark free, must 
other times rigidly controlled. The contrasting principle the 
ideal reason and detachment that mercy and love and under- 
standing constitute the force which binds men together. Finally, spir- 
itual faith has its conjugate principle worldly pursuits. Emerson 
said, there inconsistency between business gain and religious 
principle. 

These paradoxes involve conflicts where the answers are 
not pat. There is, however, one obvious attribute needed. This the 
capacity see the humor the situation. another level, must 
have faith the possibilities creative individuals. God the 
Creator, and men who work alone together creative effort fulfill 
His will and themselves well. 


GENERAL PAY ADJUSTMENTS FOR SUPERVISORS 


Management Record, Vol. 19, No. March 1957, pp. 78-81, 103. 


view employee interest and company problems the area 
supervisory pay, the National Industrial Conference Board recently 
conducted survey compensation practices affecting first-line super- 
visors (exempt from the Fair Labor Standards Act) factory and 
office positions 363 companies. This survey included policies and 
practices regarding general pay adjustments. the companies, 293 
reported practices covering both factory and office supervisors; the 
remaining reported factory office only. 

All companies reported that they adjust supervisors’ base pay 
periodically, individual basis, group basis, both. More 
than per cent the companies use rate ranges for supervisory job 
classifications. These companies reward their supervisors according 
individual differences within established salary structure. 

Sixty-five per cent the companies rely job evaluation plans 
for determining salary rates that reflect job differences. majority 
the companies gear their salary levels the going rates the area 
and/or the industry. Most companies want pay competitive salaries 
and wages. 

One form general adjustment use the cost living index 
the Bureau Labor Statistics. About ten per cent the companies 
surveyed follow this practice. Three elements into the cost living 


Personnel Administration, Natioral Industrial Conference 
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formula when making general pay adjustments. These are: the size 
amount the adjustment, the choice index, and the fre- 
quency adjustments. The formula adopted expresses the relationship 
the company desires maintain between salaries and the consumer 
price index. 

Blanket changes first-line supervisors’ salaries are another form 
adjustment. The need for pay changes across the board generally 
stems from price movements the labor market and company policy 
pay prevailing rates. 

majority the companies surveyed follow the practice mak- 
ing general pay adjustments for first-line supervisors when general 
adjustments for nonexempt employees are made. Not all are agreed 
the amount increase given. Some companies grant identical 
amounts supervisors and their subordinates; some maintain fixed 
relationships between the salaries the two groups. 

When general adjustments are granted, vast majority the 
companies this survey favor maintaining pay relationships between 
first-line supervisors and rank-and-file employees. table gives sum- 
mary these prevailing factors. Further, majority companies 
that reported practices both factory and office supervisors say their 
practices are identical for the two groups. 


HOW DETERMINE YOUR SPAN CONTROL James Healey* 


Management Methods, Vol. 11, No. March 1957, pp. 50-54. 


How can you determine when you are suffering from too broad 
span control? Although there are number symptoms, perhaps 
the most subtle lies the area executive morale. The executives 
who cannot get their boss begin communicate him through 
their colleagues who can. new hidden level the organization 
created; and, the same time, morale the executives representing 
secondary functions low. 

Your span control depends upon you individual. num- 
ber factors must carefully considered determining the spans 
control your organization. Some specific steps are: 

Make certain you have primary company objective. This 
objective should clearly understood all levels. Otherwise there 
will confusion which activities should emphasized and 
which diminished. 

Determine which company activities contribute the basic 
objectives. 

Array these activities order importance. 

Determine the volume each activity. Then the number 
men the time required carry out can decided on. 

Plan the division and combining activities. With the volume 


*Director, Management and Business Services, The Cooperative League 
the U.S.A., Columbus, Ohio. 
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each activity forecast, possible determine what combinations 
low volume activities are possible and what divisions high volume 
activities are necessary. Greatest efficiency results from the combina- 
tion similar activities. When high volume work divided into two 
more positions, care should taken selecting the proper basis 
division. 

Still other factors must considered. Some these are: 
Time. some companies, executives are usually called upon 
subordinates for extended conferences. Consequently, they must re- 
duce their spans control accommodate these demands. 

Personal interest. man’s personal interests should considered 
determining spans. 

Costs. Each new subordinate higher executive levels adds 
significant salary burden. 

Management philosophy. executive’s attitude toward decen- 
tralization and delegation, staff assistants, written policies and com- 
munications will affect the size his span. 

Size organization. The higher span larger units arises from 
the greater presence subsidiary, semi-autonomous operations, and 
the greater employment specialized staff. 

Age firm. Where management personnel have worked together 
for lengthy period time, greater spans control are possible. 


HOW FIND THE RIGHT WAGE LEVELS AND THEN LIVE WITH THEM 
Manuel* 


Plant Administration, Vol. 17, No. February 1957, pp. 79-80, 124, 
127-128, 130, 132. 


How about determining wages and salaries, and suc- 
cessfully administering our plan? There are three areas con- 
sidered 

The technical procedures, which job evaluation ex- 
ample. There are many ways arriving the classification jobs; 
some methods are more formalized than others. 

The Ranking Method the simplest. the various occupa- 
tions are compared the basis over-all concept; they are ranked 
from lowest highest. Objectivity lent the process when jobs 
are placed against numerical scale and point values are introduced. 

Another broad grouping characterized the introduction 
factors which can usually classified under three headings: Skill and 
Knowledge, Responsibilities, Job Conditions and Effort. The three 
methods which the author discusses detail under this grouping 

are the Factor Comparison Method, Point Rating Plans and Factor 
Analysis. 

*Vice President, Stevenson Kellogg, Ltd. This speech was presented 
recent CIMA Conference. 
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basic necessity conducting job classification projects job 
description. Emphasis placed describing the normally ex- 
pected requirements. The classification procedure does not itself 
determine money paid. Developing occupational classifications 
process involving organized judgment; best conducted 
group. The group should have core two, with five six the 
practical maximum. representative from employee organization 
should allowed participate. Further, there needs continuing 
activity provided deal with new changed occupations. 

The financial side, which concerned with the control 
wages and salaries they affect expenses. The two major reasons for 
study wages and salaries are develop consistent and equitable 
relationships within the organization and establish the company’s 
position its geographical area business group. Therefore, 
analysis needs made practices within the company and out- 
side companies. This analysis along with the company’s policy 
paying the “going rate” “leading the parade” will affect the out- 
come. The author discusses many other areas for decision making 
such as: number salary scales, range within positions, and minimum 
and maximum wages for one job. 

Once wage salary structure has been made should 
the hands everyone who deals with wages and salaries. will 
include number considerations including treatment event 
transfer, recognition new jobs, and explanation how one 
moves the range established for position. 

The personnel impact. The acceptability excellence per- 
formance criterion the salary level within range or, less fre- 
quently, wage level. many companies, formalized plans merit 
rating performance review are set up. using these plans, the 
problem how much pay individual by-product rather 
than prime objective. The prime objective development the 
individual. This achieved when the individual wishes grow and 
helped supervisors, superiors and review boards which 
are concerned with him whole individual. 


HOW GAGE EXECUTIVE POTENTIAL Milton Mandell* 


Dun’s Review and Modern Industry, Vol. 69, No. March 1957, 
pp. 43-45, 95, 96, 98-102, 104-107. 


The good executive selection program vital first step ac- 
celerating company’s growth, insuring its survival, and increasing 
its productivity. 

The key sound executive selection recognizing which qualities 
are vital the job and which are expendable. Thus, before any execu- 


*Chief, Management Testing Unit, Civil Service Commission. 
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tive job can filled must defined. First the basic requirements 
for any major executive job must determined. With these mind, 
the particular needs the job itself can pinpointed and weighed 
against specific company needs. This can done through group think- 
ing. The group will evaluate the job objectively pooling the opinions 
people with different backgrounds, temperaments and needs. 

Good potential executives are now often lost for various reasons. 
They may working within company which system exists 
spot them. The company’s area evaluation may too limited: 
recruits may sought exclusively the plant the division. the 
company may place too great reliance selecting from inside 
the company. 

Research the problem, while constantly emphasizing its com- 
plexity, beginning indicate the qualifications needed for execu- 
tive. Among other things man who interested administra- 
tion, dependable, highly motivated, effective dealing with people, 
has good judgment, and emotionally mature. 

Once what basic the job itself has been established, the time 
has come search for the man who can fill it. There are many tools 
for measuring the applicant: 

Interviews. This time-honored and effective method execu- 
tive selection which may meaningless unless the interviewer ex- 
perienced and has extensive information about the job filled. 


The Group Oral. Between five and eight applicants discuss 
problem presented them, while the nonparticipating interviewers 
observe and evaluate. The major value this technique that 
provides direct information each man’s capacity for leadership. 


References. now generally accepted that telephone calls and 
personal visits should used get reference data. 


Appraisals. Skill required the use these evaluations. 


Written Tests. Learning ability tests indicate the man’s ability 
learn and analyze. With interest inventories the patterns sought can 
adjusted the precise requirements the job. 


Personality Inventory, Projective Tests and Biographical Informa- 
Blanks. These offer useful tools the trained psychologist. 


Judging Experience and Training. Analysis the applicant’s 
work history and training can furnish important guides. 


The complexity the executive’s qualifications makes identifying 
the potential executive one the most baffling management problems. 
Despite this, many leaders American industry are quietly and im- 
pressively moving forward. 
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IMPORTANCE THE WIFE EXECUTIVE DEVELOPMENT* 


Francis Curtis 
Surplus Record and Index, Vol. 34, No. March 1957, pp. 10-12. 


THE EXECUTIVE WIFE 


Time, Vol. 69, No. March 1957, 88. 


What the role the wife executive advancement? Two 
recent articles express conflicting views this subject. Francis 
Curtis, Vice President the Monsanto Chemical Company, feels that 
the wife fundamental importance executive development. 
much, fact, depends upon her and her attitude, states Curtis, that 
now the custom and will soon the practice interview the 
wife when considering married man for position. 

Since wives have always influenced husbands, continues Curtis, 
the wife discussed when promotions come up. And what are the 
qualities that are considered desirable wife? First, she should 
neither unambitious nor overambitious but should provide balance 
stimulation and encouragement for her husband. The home should 
place where the husband can make decisions and where will 
stimulated broaden his knowledge more and more subjects. 
Finally, although few people like admit openly, social present- 
ability has great deal with entrance the top echelons. 
cannot neglected. Both the man and the woman must have had 
have acquired during some twenty years experience, knowledge 
social graces, small talk and good talk, and the ability mix with 
various types people, know and use good clothes, develop some 
outdoor activities. this area the wife always looked over. She 
has tremendous part play. 

Time offers another point view. recent survey 4,000 wives 
the nation’s top executives offers some facts which challenge the 
proposition that executive wives must marry the corporation. Sixty 
per cent the wives polled advised the young executive wife re- 
main aloof from corporate contacts and attend only necessary social 
functions; even the forty per cent who disagreed recommended only 
middle ground” sociability. While more than half the women 
felt that the executive wife could well undergo some company ap- 
praisal, most drew the line anything crass interview. Forty- 
five per cent even dissented informal methods appraisal. 

These opinions highlight growing revulsion among both men 
and women the much publicized concept “corporate wife.” 
The men who hire promote are still far more interested the 
husband’s abilities than the wife’s worth. Even among the few 
firms that insist formal interviews, the general feeling that 
wife affects her husband’s advancement only when their home life 
strained that harms his work. 


*First appeared Manage, monthly publication the National Man- 
agement Association. 
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Most executives think, according Time, that the executive wife 
should moderately informed about her husband’s business. Qualities 
tact, graciousness and amiability are sometimes important. But few 
top executives really expect wives conform any stereotyped image. 
Again and again, executive wives state firmly that the only sensible 
approach the goal being ideal executive wife relax and 
forget about emulating prototype. 


MAINTAINING DISCIPLINE: SOME PRACTICAL GUIDES* 


Supervisory Management, Vol. No. April 1957, pp. 22-28. 


The handling discipline figures prominently the supervisor’s 
job. good disciplinary policy involves two major factors: sound 
principles and effective administrative techniques. This discussion con- 
siders some the general principles for handling discipline. 

Conditions for cooperation. The manner which orders 
instructions are given frequently affects the employee’s attitude. 
will resent harsh, discourteous, unclear instructions instructions 
for which does not know the reason. 

tion, the supervisor must investigate the facts and take some action. 
The real problem reconstruct the incident and establish exactly 
what happened. The employee should given the chance explain 
his actions. 

Deciding what action take. The supervisor should know 
the principles “corrective discipline.” Corrective discipline should 
help obtain compliance with the established rules conduct; dis- 
charge not corrective. Thus, action should not too severe, but 
should severe enough bring about correction. 

The nature the offense should determined. offenses 
such assaulting supervisor are serious that discharge appro- 
priate. The rules violated should also determined and the employee 
should charged accordingly. 

deciding what action take the supervisor should avoid rush- 
ing decision. Factors considered are guilt, prior conduct 
record, length service, period time since last penalty, local prac- 
tice policy and mitigating circumstances. 

Suspension. common and proper method initiating dis- 
ciplinary action “suspend” the employee, pending final decision. 
The disadvantage this step that immediately commits manage- 
ment time-off penalty. 

Interview. interview between supervisor and employee 
should held explain the employee what did wrong, what 
discipline being taken, and what expected him. 


*Based paper prominent industrial-relations executive, delivered 
before Bureau Industrial Relations meeting, University Michigan. 
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The “hands-off” policy. good general rule for supervisor 
never lay hand employee any way. 

Follow the contract. Any contract provision governing dis- 
cipline should carefully followed. 

Record the facts. The most important consideration han- 
dling discipline problem getting all the facts. The next important 
consideration making record them. 


PERSPECTIVE FOR BUSINESS LEADERSHIP Robert Dunlop* 


Public Service Magazine, 52nd Year, No. February 1957, pp. 4-9. 


Why the businessman the public doghouse? Why con- 
sidered more profitable, politically and otherwise, anti-business 
than pro-business? Spokesmen for many political groups have 
found expedient attack business. The results poll the 
attitudes and ideas American youth may summed the 
remark that “big business runs everything America they have 
all the money.” poll cross-section the American public, 
over half the people said they believed that only very few business- 
men had the general welfare mind when they made important 
decisions. The attacks industry continue increase. Why should 
this so? 

For one thing, the truth about individual businessmen disre- 
garded because the class condemned whole. Occasional un- 
favorable incidents only serve intensify public outcries against 
business general. 

There another, more important factor the deep-lying sus- 
picion many people have about success. People believe that success 
begets power, and that power too likely used for evil purposes. 
America’s business critics, either through ignorance maliciousness, 
insist that bigness out place with the times and contrary our 
democratic ideas. They preach that the welfare the public and the 
welfare big business are incompatible. Thus only the little 
fellow, the small businessman, who accepted the public. 

Small businessmen, however, are today worried big busi- 
nessmen about big government. Punitive and restrictive measures 
aimed controlling big business always defeat their purpose because 
business goes hand hand with big business and prospers with 
it. Controls and restrictions hurt the little man most all. The small 
business needs protection against its protector. 

Through punitive and discriminating taxation are dangerously 
close destroying those two American characteristics which have 
always been proud: that initiative and that self-reliance which are 
embodied the spirit “get ahead.” 


*President, Sun Oil Company. 
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What done? There simple answer. But business- 
men believe that the freedom business grow and progress 
good for all, they have obligation try preserve that freedom. 
They must try convince others the wisdom listening, with- 
holding judgment and precipitous action while the full facts are being 
secured and objectively weighed. For the good everyone, business- 
men must heard, encouraged and treated fairly. 

The aspirations the people are also the aspirations the 
majority American businessmen. They include the desire for ma- 
terial comfort and betterment, for self-realization, and for good 
society which moral values are taken into account. 


PRODUCTIVITY THE SHORT TERM Robert Persons, Jr.* 


The Conference Board Business Record, Vol. 14, No. March 1957, 
pp. 110-116, 142. 


Mill and Factory, Vol. 60, No. March 1957, pp. 83-87. 


What happened industrial productivity 1956? The writers 
these two articles agree that productivity 1956 did not show the 
same rate advance did 1955. Wecksler quotes three estimates 
which reveal that the increase productivity was little 
opposed the expected annual rate gives brief 
analysis the way these estimates are computed. 

Persons’ evidence similar. quotes the Commissioner Labor 
Statistics, Ewan Clague, who said that man-hour output factory 
production workers showed increase about during 
1956 compared with advances about each the preceding 
two years. Persons also gives analysis the way these figures 
are reached. adds that one the factors that must considered 
the increase nonproduction employment. Even though these 
changes not show the productivity measures, nonproduction 
man-hours have sapped some the assembly line productivity gains. 

What was the cause this lack gain productivity? Persons 
states that the slower rate gain seems run counter the direc- 
tion indicated the longer-term forces that were influencing pro- 
ductivity last year. Spending for new plants and equipment reached 
record high; much one half this spending went replace 
outmoded low-production equipment. the same time production 
workers were generally well trained, worker morale was high and 
labor turnover rates were lower than usual. 

possible explanation for the failure output that shorter- 
term forces were work. possible that new plants and equipment 


*Division Business Analysis, National Industrial Conference Board. 
Editor, Mill and Factory. 
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were not yet working maximum efficiency since new equipment 
must broken in, new skills must learned and integrated into the 
over-all production line. Tight money may also have been restrain- 
ing influence, with cash harder borrow and more liquid assets al- 
ready committed. 

Wecksler offers other explanations. One that the high level 
the economy there was greater use marginal workers, marginal 
plant facilities, and marginal equipment. Also, industry not taking 
full advantage the economies afforded adopting better methods 
and new techniques. number examples are given show that 
employers not lay off workers when they adopt new and more 
automatic processes. Instead these production extravagances have been 
passed the consumer. 

Both writers discuss particular industries. Persons shows that dis- 
turbances auto and steel explain least part the lower rate 
gain. Construction declined from 1955 although construction 
jobs rose little over 9%. Wecksler adds that, the same time, the 
level construction employment showed change compared 
1955. The only way the new workers can paid higher prices, 
lower profit margins, reduced dividends and the expense un- 
organized workers. 

What can expected 1957? the overall, states Wecksler, 
productivity trends 1956 are something aware of, not alarmed 
about. Persons feels that the longer-term forces point betterment 
output 1957. adds that improvement may depend largely 
the shape the business curve. steady and sustained rise can 
maintained manufacturing 1957, the chances marked year- 
to-year betterment production will good. 


SOCIAL RESPONSIBILITIES TODAY’S INDUSTRIAL LEADERS 


Rolf Nordling* 
Advanced Management, Vol. 22, No. April 1957, pp. 18-22. 


Although enterprise has come the essential element upon 
which the equilibrium our society rests, the social responsibilities 
industrial leaders are ill-defined and little understood. This true 
(1) because these responsibilities are very recent origin and 
(2) because these responsibilities have been imposed upon men 
action; they have not sought them out. 

Now, however, recognized that the standard life the 
country depends more and more the way industry managed. 
Thus passionate search for doctrine the enterprise and the tech- 
niques management susceptible being taught has been born. The 
production and distribution goods has become problem 
moral order. 


*President and General Director, Solitaire A., translated from the 
French Ozbekkan. 


undoubtedly vain seek single end aim for the enter- 
prise. The truth that the enterprise has become living organism 
which depend the consumer, the personnel, the finances the 
state, private capital the liberal democracies and state capital 
socialist economies. The aim pursue secure the life itself and 
the continuity the enterprise and its development. The role 
leaders secure this life, this continuity, social equilibrium 
which near possible harmony. 

This role has become increasingly difficult; thus the education 
that leaders must receive conglomeration knowledge ex- 
tremely complex nature. Such education must prepared not 
just the present leaders but all those who depend the enter- 
prise and all those whom depends. This includes the union and 
the state. The heads unions possess knowledge those they 
represent which essential teaching doctrine the enterprise. 
Further, teaching management depends increasingly upon university 
professors who are qualified for the analysis the organism, for the 
search for laws which condition its survival, and for the search for 
methods teach these laws. 

three-fold problem liaison exists between the enterprise and 
the Public Function: (1) Public servants must understand the respon- 
sibility industrial leaders and (2) the latter must understand the 
heavy load carried the state. (3) responsibilities increase, the 
number those who must possess the necessary knowledge increases 
equally. 

necessary that all those who possess the temperaments 
leaders should given the necessary education and knowledge. This 
the reason why mixed educational bodies helped the state have 
been rapidly developing. 

The mission leaders enterprise not decreasing; increases 
and affirms itself every day. the duty present leaders face 
this mission courageously preparing others the brains and 


heart living being greater than themselves: the enterprise which 
they direct. 


STATISTICAL QUALITY CONTROL MANAGEMENT PHILOSOPHY 


Dale Lobsinger* 

The Business Quarterly, Vol. 22, No. Spring 1957, pp. 68-77. 
Variation all things inevitable, but the modern executive 
this variation has particular significance when becomes excessive. 


with this domain measuring and controlling variability that 
Statistical Quality Control (SQC) concerns itself. 


*President the American Statistical Quality Control Society. 
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understanding the degree and nature variation your 
business essential. Basing its approach the theme variation, 
SQC has prime objective the measurement changes the 
manifold aspects business. order keep costs down, the sampling 
procedure used. limited sample accurately appraised and re- 
sults are interpreted representative the whole. 

What form does this method data measurement and observa- 
tion take? Charts best clarify the answer. The author includes three 
charts show how they are used. Along with the chart, data sheet 
prepared describe the nature the error defect. The chart 
shows the extent defective performance, and the data sheet tells 
the who, why, when, where and what, the trouble. Following this, 
the experience and know-how supervisory personnel involved enable 
them take corrective action through training facilities, make 
the indicated decision. 

During the past ten years, techniques have aided the 
analysis and quality throughout broad variety industrial 
enterprises. The successes have been notable; backed 
rapidly growing professional organization. 

Further, SOC can produce sounder employer-employee super- 
visory-worker relationships. Since recognizes that the cold, hard 
dictum “perfection” effort not reasonable expectancy, will 
relieve tensions employees. 

The question deciding standards good and bad performance 
another one that people are solving. First, the phenomenon 
inevitable variation recognized natural. Second, this means that 
work perfection impossibility. coupling these two concepts 
becomes apparent management that standard fashioned 
the process itself after causes defection have been removed. 

Opportunities for employing SQC philosophy 
seem endless. 
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